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1. Introduction

The United National Development Programme (UNDP) is fully committed to gender equality and women’s empowerment as part of the international development agenda. Gender mainstreaming has been adopted globally as a strategy to ensure that gender equality is one of the outcomes of all development interventions in social, economic and political spheres. The definition of gender mainstreaming formulated by the United Nations is as follows:

“Mainstreaming a gender perspective is the process of assessing the implications for women and men of any planned action, including legislation, policies or programmes, in any area and at all levels. It is a strategy for making the concerns and experiences of women as well as of men an integral part of the design, implementation, monitoring and evaluation of policies and programmes in all political, economic and societal spheres, so that women and men benefit equally, and inequality is not perpetuated. The ultimate goal of mainstreaming is to achieve gender equality” (ECOSOC, 1997)

The Communities Programme has been working without gender strategy which has resulted in the oversight of gender issues in the CP projects. In the absence of clear indicators, guideline, direction, and milestone, the focus on gender could easily be lost. The current GMS is based on gender assessment of the CP, made in 2007-2008
.  The assessment revealed both positive findings and the areas, which require more attention of the project. This was achieved through engendering the project logical frameworks and developing gender related indicators at the planning stage. As for implementation, quotas were introduced to insure more active participation of rural women in developing planning and decision making processes. There are many examples that show the dedication of UNDP Communities Programmes to gender issues. This creates a positive environment within the CP to work towards developing a more systematic approach to gender mainstreaming. The development of Gender Strategy is the critical requirement of the CP which needs to be then adequately backed with leadership commitment, resources and budgets.

However, the efforts currently being paid are insufficiently to address gender gap. This is caused by the fact that current interventions are being taken at the project level and are not fed into policy level discussions. Since gender is a crosscutting issue, it is essential to ensure its application across all level of decision making, horizontally and vertically. In this regard, the given document proposed to focus interventions at three levels: 

· Policy level

· Institutional level

· Programme/Projects/Individuals’ level 

2. Objective

The overall objective goal of UNDP Communities Programme’s gender mainstreaming strategy is to bring to the minimum the gender gap across the organisations and its projects. The following outcomes are expected to be achieved over a three year period:

· Reduced gender gap and improved gender accountability in project supported structures such as District Development Councils, Jamoat Resources centers, Micro Loan Funds, Business Advisory Centers and etc; 

· Enhanced capacity of the staff and beneficiaries of Communities Programme on gender issues;

· Greater awareness of recipient communities in gender issues towards removing Structural Barriers to Gender Equality.

The detailed description of the expected outcomes is given in Section 4. 
3. Strategic Principles of Gender Mainstreaming Strategy

3.1. Rights-based and Agenda Setting Approach to Gender Mainstreaming
Gender mainstreaming is a strategy to promote gender equality and women’s empowerment. Two approaches are discussed in the literature i.e. (i) integrationist approach and (ii) the agenda setting approach. The integrationist approach works within the given development context. The overall development agenda is not transformed but each issue is adapted to take into account women and gender concerns. Whereas the agenda-setting approach promotes women’s participation in decision-making in a manner to determine development priorities. In agenda-setting model, the emphasis is on reshaping the mainstream rather than adding activities at the margin. Therefore, the proposed gender strategy for the CP is developed within the framework of agenda setting approach.
Moreover the Strategy will combine elements of practical and strategic gender interests. As CP operates within the broader social and institutional context where gender inequalities are produced and reproduced through structural and functional mechanisms that discriminate against women in their public and private lives, therefore, the strategy will combine practical and strategic gender interests.

3.2. Investing in Women-specific Interventions
It is important to understand that gender mainstreaming is about ensuring equal opportunities for both women and men, however, it does not replace the need for targeted, women-specific polices and programs. Without addressing gender inequalities through women’s specific interventions, gender mainstreaming may result into mainstreaming women rather than gender perspectives and gender interests. Therefore, women’s empowerment in the socio-cultural, economic, political and psychological spheres is critically important to achieve gender equality. UNDP Gender policy also has two-pronged approach to achieve gender equality that is:
(a) “Integrating a gender perspective into all policies and programmes across each core priority of UNDP to ensure that men and women fully participate in and benefit from development outcomes.

(b) Investing dedicated resources in specific interventions that empower women, reduce their vulnerability, build their leadership, provide them access to resources, and protect their human rights.” 

The proposed GM strategy for the CP includes this dual focus on integration and targeted approach to women’s equality and empowerment and to reduce their vulnerabilities.

3.3. Women’s Participation and Voice
Community participation is the principle feature of gender mainstreaming strategy of the CP. Women’s participation in the activities of sub-projects of CP should be enhanced through ensuring women’s equal access to relevant and timely information. This is the necessary conditions for women to have a voice and choice in decisions made at the community level regarding project identification, formulation, implementation design and monitoring and evaluation.       

4. Key Elements of Gender Mainstreaming Strategy
Gender inequalities are the results of discursive gender ideologies as well as the gendered institutions. Sexual difference of male and female are converted into masculinity and femininity through the processes of social construction of gender. Gender dualities are created and maintained through the ideology of sexual division of labor. Women are assigned the roles and responsibilities within the private sphere of home and men’s roles in the public sphere. This discursive dichotomies of public-private, productive- reproductive create conditions of subordination by low investment in women’s human capital, giving them unequal control and access to resources and opportunities in education, training, and employment. 

The key elements to achieve expected outcome as set in the Gender Strategy for the Community Programme will include:

· Engendering of Institutions 
· Building Gender Capacities

· Building Transformative Communities through creating Gender Awareness and removing Structural Barriers to Gender Equality

The road map to the implementation of the gender mainstreaming strategy is elaborated in the following section.  

	Outcome 1 - Reduced gender gap and improved gender accountability within the project and project supported structures such as: District Development Council, Jamoat Resources Centers, Micro Loan Funds and Business Advisory Centers and etc.


4.1. Engendering of Institutions 
Rationale 

As far as UNDP is concerned, the United Nations is fully committed to gender equality. The General Assembly of UN has repeatedly reminded UN system organizations to achieve 50/50 gender balance in the managerial posts. However, the status of gender parity in the workforce in UN systems varies across UN Organizations working in different countries around the world. As the policy of gender parity in workforce is already in place within the UNDP Tajikistan, there is a need to consciously work towards bringing gender parity in recruitment at the management positions in the UNDP Communities Programme. Therefore, gender parity both in the management workforce and community level organizations structures supported by UNDP CP is highly desirable and should be considered as a necessary step of gender mainstreaming. 

At the organizational level, the Communities Programme operates within the institutional context of UNDP and supports the newly established community based institutional structures such Jamoat  Resource Centres (JRC), District Development Councils (DDC), Micro Loan Funds (MLF) and Business Advisory and Information Centres (BAIC).. If the institutional context is not gender sensitive and gender responsive, mainstreaming of gender in development projects is quite unlikely to take place. It is critically important that the commitment to gender must be reflected in the internal structure, as well as in procedures and culture of the organization. Engendering of institutions is the  pre-condition for the implementation of gender responsive development programs/projects. 

Gender parity in the workforce of UNDP CP and the structures it supports, is critical component of  gender mainstreaming. 

To ensure gender balance in the above structures, provision of clear targets and timeframe to achieve gender balance in the project structures by the project (4.2.GAP – 4,5,6,9 ) is deemed of essence. 

Expected outputs

a) Provisions are in place for gender balanced staffing of Communities Programme and its partner institutions

b) Gender sensitive accountability mechanisms (project design, M&E, reporting and etc) developed and in use

c) Provisions are in place to ensure that women and men are equally able to express their views on quality of services and development trends in their respective communities

Execution modality:

The given output is to be implemented by local NGOs and State Committee of Women’s Affairs and Family Planning.

4.1.1. Gender Balance in Organizational Structures

At the community level, the CP has already adopted the strategy of gender quota to bridge gender gap in the community based structures of JRCs and DDCs. However, gender quota policy needs to be formalized by the CP and timeframe should be given to the field offices to achieve gender parity in community structures. Introduction of respective revisions into LG Strategy developed by CP is the most appropriate way to achieve gender balance in project supported structures. However, CP needs to move beyond numbers and ensure substantive participation of women in the project supported structures and activities. Mere “silent” participation, including participation of women, means, in fact, nothing. Therefore, provisions should be in place to not only apply, but also to assess the quality of women’s participation. 

Quotas will further be used to bring the membership in JRCs and DDCs to 50/50 representation by men and women. To ensure gradual transformation, JRCs and DDCs will be tasked to achieve balanced representation in three years. By the end of 1st year, the membership should not be less than 30/70, by the end of 2nd year; the membership should be not less than 40/60 and by the end of 3rd year, and the membership should reach 50/50 representation.

a) Quotas in membership and management of JRCs

Quotas will not work if they are not applied as compulsory requirement. Quotas should be introduced during the nearest election terms. In JRCs Management Board, JRC members should nominate male and female candidates for each management position. It is compulsory that management board is comprised of at least 1 woman. 
b) Quotas in membership and management of DDCs

Government and civil society are to nominate 5 members with at least 2 female and private sector to nominate at least 1 female. This will provide at least 5 women or 1/3 of DDCs membership.

c) Quotas in micro credit sphere
a. Loan Recipients

Like in every other activity, this proportion of female borrowers is less than male because of limited or non-existing knowledge and skills to run businesses. Areas with lesser proportion of female will be chosen as priority areas by Business Advisory Centers. The Micro Loan Funds, jointly with Area Office Economic Advisors are to analyse the proportions of female candidates at the level of Jamoat Cash Points (JCP). Latter will in turn, review the proportion at the village level to better target the “problematic villages” from the gender perspectives. MLFs are to:

· Advanced - JCPs with 30-45% of female borrowers should pay efforts to bring in additional 5% of female borrowers every year. Hence most advanced JCPs will reach 50/50 representation in one year, while the least advanced will reach such representation in four years. 

· Intermediate – JCPs with 10-25% female borrowers should pay efforts to bring it at least 3% of female borrowers every year. Increase of female borrowers will depend on the following project interventions (a) level of business advice; (b)level of female Credit Officer’s work with potential female borrowers; (c) level of Governance Advisor’s focus and attempts to bring in additional resources;

· Beginners – JCPs with 0-10% of female borrowers require investment and special project attention on awareness raising and skills development interventions for women. In addition the quotas could work well, if JCP commits to issue every 5th loan to female during the 1st year, every 4th loan furing the 2nd year and every 3rd loan to female during the 3rd and so on. 

b. Credit Officers

The problem with attracting female Credit officers is more or less the same as for female borrowers. However, it is found more difficult to employ female Credit Officers due to strict requirements of National Bank of Tajikistan requesting relevant education and experience. While it will be challenging for the project to address the educational part, it is worth to pay efforts for bringing in experience. The MLF, jointly with JCP, are to review the profiles of female borrowers which started from lowest loan scheme and ended up with highest, e.g. demonstrated leadership potential and growth and were able to attract more female borrowers. Once the list is ready, MLF needs to encourage these women to apply for vacant posts in MLF itself or JCP. 

c. MLF Management

Since MLFs are based in regional centers, it is encouraged that number of women among the staff, to the extent possible, is brought to 50/50. However, the quality should not suffer because of quantity. Therefore, it is recommended to create equal opportunities for both male and female candidates. 

4.1.2. Engendering Administrative Procedures

Institutions are not gender neutral sites. These are shaped by the gender ideologies and cultures of the wider society. Patriarchy and gender hierarchies are often reproduced in institutional set-ups through the set of institutional rules and procedure that shape the masculine culture of the organization. People who work in any organization they hold different views on the issue of gender equality. The CP is committed to gender integration in its work, so its staff must not be allowed to hold their personal view and ignore gender mainstreaming in their professional work. This can be achieved through transforming and engendering administrative rules and procedures of the organization. Staff at all level needs to be held accountable for working in a gender responsive way through regulation, administrative procedures and guidelines.  

The CP will review the TORs of CP staff and will ensure that ToRs are gender sensitive and assume gender accountability of the staff members.  This practice will be applied with any of positions to be created/advertised for Communities Programme. The staff must be clear what is expected from them and what are their specific roles and responsibilities with regard to gender mainstreaming. Only after, management can expect staff members’ contribution and inputs towards implementation of given strategy.
4.1.3. Establishment of Accountability Mechanism

In the absence of accountability mechanisms, gender commitment can easily slip out. Therefore, it is suggested that an organizational mechanism must be instituted through the establishment of “Gender Audit Committee” which must be headed by the top leadership of the CP and all senior staff should become its members. The committee should meet on bi-monthly or quarterly basis. The senior management should report on the gender performance of various development programs/projects and the progress made towards achieving gender mainstreaming and gender equality. Similar set-up can be established in the field offices of CP too.  

It is also recommended that the gender performance should be included in the performance appraisal forms of the staff. Internal gender audit and self assessment are other tools that are now frequently used to track the gender responsiveness of development organizations.   During the evaluation of staff members’ performance, the supervisor should comment the staff members’ commitment and actions with respect to gender issues be it at the project level or the daily functions.
4.1.4. Engendering of Management Information System 

Gender disaggregated data is critically important for an effective gender mainstreaming. Such information can feed the project with facts on the main achievements, gaps and needs in gender equality policy. Information system in the CP needs to be engendered and requiring all programmes/project related information to collect, compile and analyse gender segregated data. On the long run, it is also suggested to cover gender dimensions of class, ethnicity, religion, age, disability, and etc. to better picture project efforts in reaching the poorest. This information should be used to analyze continuing gender differences and gaps and developing strategies to improve the programmatic interventions for gender equity and equality in various CP projects.   
The survey methodologies undertaken under projects of CP require to interview head of households, which are dominantly men. This can lead to poor reflection of women’s needs in survey reports. Therefore, the project should review the sampling size and distribute total number of survey respondents by two to allow men and women to equally participate in project survey to express their views and opinion on quality of services and other development related issues. 

Implementing Partners

Local NGOs, Communities Programme 

4.1.5. Establishment of Internal Gender Committee within the Communities Programme

Currently, there is a gender focal point working for UNDP CP. The gender focal point can work effectively only when she receives full support and cooperation from her colleagues within the organization for her work. It could be fairly frustrating for gender focal point if she is left alone to ensure gender mainstreaming in the organization, program and projects. The goal of gender mainstreaming cannot be achieved if it is not fully backed up by the range of staff working in the organization who shares this as part of their collective responsibility. Therefore, it is proposed that gender focal point should try to find allies from within the CP staff working in the AOs and should form a Gender Committee. The Committee will be comprised of Local Governance Advisors from all AOs. Latter will serve as  Gender Focal Points in their respective areas. The Gender Focal Points will meet on quarterly basis to discuss the sector related issues, including the implementation of GMS, lessons learnt and challenges faced as well as action requiring management response. Specific tasks and responsibilities will be incorporated in their ToRs during the revision (May-June 2009).
The main objective of the gender committee should be to create an enabling environment in the organization to coordinate and collaborate with gender specialists and provide them moral support to achieve the goal of gender mainstreaming in the organization, program and the projects.

It is also important that CP gender specialists work more closely with UN Gender Thematic Group. It will not only avoid the risk of duplication of efforts in developing the tools and instruments for gender mainstreaming, it will also help synergizing the development efforts of various UN donor agencies. The stronger link and the support from Gender Thematic Group of UN agencies would help CP gender specialists to leverage this in their favor to convince those in position of power and authority to take gender mainstreaming more seriously.   

4.2. Building Gender Capacities
	Outcome 2 - Enhanced capacity of the staff and beneficiaries of Communities Programme on gender issues


Gender mainstreaming is not only a political and a personal issue but it is also a technical issue. Gender mainstreaming cannot be achieved without investing in building gender capacities of the staff, the partners and the stakeholders.  As mentioned earlier in the gender assessment section of the report that the majority of the staff, and the partners working with CP lack gender skills and technical know-how to ensure gender mainstreaming in their work. 

Therefore, it is recommended that each partner institution/group must at least demonstrate their commitment to gender mainstreaming. CP must be prepared to invest in building gender capacities and competence of its staff and the partners. 

Expected outputs

a) Gender capacity building plan is available in the Communities Programme

b) Gender mainstreaming Tools are incorporated into Communities Programme approaches 

c) Communities Programme project activities are engendered

Execution modality

The given output is to be implemented by CP Gender Advisor 
4.2.1. Gender Capacity Building Plan 

The attached in the annexes Gender Capacity Building scheme is recommended to use (4.2, 4.3). Gender training at the basic and higher levels should be organised for the staff as well as fopr the partners at the community and local and local government levels. (4.1. GAP
-6; 4.2. GAP-10; 4.3. GAP-1).

Also it is important to include some of the topic such as gender budgeting, gender auditing etc. which may not be expressed as felt need for the gender capacity but are critically important for the gender mainstreaming.

It is also important to take non-conventional approach to the training methodologies for the Gender Capacity Building. It should not be based on class room training alone. Non- training component such as practical field based learning, mock exercises, study tours, sharing of experience, best practices and case studies etc. should be used as methods of training delivery which are known to be more effective ways of learning. All capacity building efforts/training undertaken by the various CP projects must ensure that gender dimension is included in all areas of capacity support (4.1. GAP-3).

4.2.2. Gender Backstopping Support

Two gender focal points are currently working for the UNDP office, Tajikistan. One gender focal point works with Programme Development Unit while the other is working with CP to ensure gender mainstreaming in its projects. As mentioned earlier it is important for the organization to have gender focal points in order to provide more specialist and technical input while making everyone equally responsible for integrating gender at whatever level they work. The role of the gender focal points should be as a catalyst and to keep everyone on the track to ensure gender remain as central to the organizational work.     

In view of the low gender capacity of the management and the staff of CP projects, it is suggested that UNDP should be ready to invest in building the gender capacity of its entire staff on priority bases. In order to implement the gender mainstreaming strategy, it is proposed that UNDP should consider providing support to the CP staff through hiring the services of an International back-stopper who should form a team with two gender focal points currently working with UNDP. The main responsibility of International Gender Back-stopper should be to oversee and provide the technical support to the implementation process of gender mainstreaming strategy at the organizational and the project level, when required. It will also improve the capacity of the local gender focal points who will learn by working with international gender specialists. 

4.2.3. Development of Gender Mainstreaming Tools

As mentioned earlier that gender sensitization of the staff and the incorporation of gender responsibilities in their TOR will not automatically lead to the implementation of gender mainstreaming, as it requires technical skills.  The CP should provide clear guidelines, gender mainstreaming tools such as checklists for the project management cycle (PMC), gender analysis, gender planning, gender sensitive monitoring and evaluation frameworks, gender impact assessment, gender scorecards, gender audit sheets, and manuals etc. to equip its staff to work in a gender responsive manner. Additionally, the CP should actively consult the local portal UN Coordination/Gender at http://www.untj.org/?c=21&id=41. The source is very rich and has at its disposal UN Gender Toolkit and other related literature, as well as roster of needed specialists. There is no need to develop separate guideline and instruments, but the existing ones should incorporate gender as one of the cross-cutting issues. 
4.2.4. Engendering of Project Activities/Logical Frameworks
Logical Framework Matrix is not only a basic planning and management tool; it is an instrument of accountability as well. If gender is not reflected clearly and sufficiently at the goal, purpose, or indicator level of various projects of the CP, the project staff will not be accountable to deliver on what is not part of the LFA. Lack of gender in the logical frameworks of CP project has resulted into lack of attention to gender integration in CP activities. It is recommended that the issue of absence of gender in LFAs of CP projects should be addressed on priority basis. This applies to all new projects developed for CP.
For engendering of LFAs, it is proposed that two to three days meeting should be centrally organized by the CP. Key members from the CP management and the field staff i. e programme analysts, economic advisors and local governance advisors should be invited to participate. First day should be used to impart training on logical frameworks, development of gender performance indicators followed by group work by the project staff to engender the logframe of their own projects by making explicit references to gender. The trainer should provide technical assistance on the spot to help participants to finalize logframes. The outcome of training/meeting should be clearly stated as the engendering of logical frameworks of CP projects. It is recommended to hold the first meeting right after the gender training to be held in March 2009. The Deputy PM on LG, Deputy PM on EA and Senior Program Analyst will facilitate the group work of their respective supervisees. Gender Officer will lead the plenary session.
It should also be kept in mind that engendering of logframe may require some targeted activities in order to ensure equality of opportunities, influence and benefit for both men and women in the project areas. As gender mainstreaming has come to projects as after thought, it is not included in the project’s cost. The CP should be willing to back up its efforts to gender mainstreaming with human and financial resources. 

Implementing Partners

Communities Programme 

4.3. Building Transformative Communities 
	Outcome 3 - Greater awareness of recipient communities on gender issues towards removing Structural Barriers on Gender Equality 


Gender inequalities are the results of structural discrimination against women. Gender stereotypes lead to gender biases that results in gender discrimination. The removal of gender discrimination means radical transformation of socio-cultural, economic and political frameworks of the society that discriminates against women. This is a daunting task which cannot be achieved without creating gender awareness in the society.

It is important to remember that integration of women in the “Mainstream” which is inherently a masculine construct will not empower women or result in gender equality unless the nature of “Mainstream” itself is also changed. Therefore, it is recommended that gender awareness rising should be the integral part of the gender mainstreaming strategy.  
The CP projects should also address women specific issues such as gender based violence, reproductive health, high maternal mortality, sexually transmitted diseases etc. These women-specific activities need to be included in CP projects to respond to women’s special needs. Through these activities the projects could create opportunities to initiate dialogue with local communities on the issue of gender inequalities. Such discussion and dialogue on regular basis with local communities could bring change in their traditional mindset. This will be a substantive contribution of the CP towards creating gender awareness for the promotion of gender equality. If the focus of development activities will be on addressing the practical needs of women, it will be highly unlikely that women will graduate out of the poverty or state of subordination. The CP should work to change their social status and positioning in the society through creating gender awareness in public which is a more strategic approach towards removing gender inequalities. The CP projects are in the best position to combine practical and strategic gender interests as they are already implementing development projects in these areas and have won the confidence of local communities. Now it is easier for them to start awareness raising activities in order to build transformative communities. 
Thematic area of combating gender stereotypes in the CP activities needs further strengthening and increased programmatic input. 

Expected outputs

a) Women Leader’s Groups formed and effectively lobbying women’s interests at the local and  national levels;

b) Male beneficiaries act as advocates to communicate women’s needs 

Execution modality 

The given output is to be implemented by local NGOs and CP Gender Advisor   
4.3.1. Critical Mass of Women Leaders/Establishment of Women Leaders Groups at Community Level

Another key element of gender mainstreaming strategy is to create a critical mass of women who would take the lead in advocating and promoting gender equality at the community and the state level. A strong group of women at the local level could champion the cause of gender equality. It is proposed that CP projects should identify vocal and assertive women from local communities and should engage them in dialogue and encourage them to form Women Leaders Groups (WLG) at the community level. These groups should be provided support in building leadership, advocacy and lobbying skills by the CP projects. The capacity of the WLGs should be strengthened so that they could affectively advocate and lobby women’s concerns and priorities with state institutions at the local and national levels5 ( 4.2. GAP – 7).  

These groups of women leaders could take a lead in motivating and mobilizing local women to actively involve themselves in the implementation of project activities so that they could equally benefit from the outcomes of these projects. The WLGs could also help the CP projects in their outreach work. These groups could also build partnership with local representatives of local authorities.  The establishment of the women leadership groups at the community level will go a long way in promoting gender equality within their own community and in the larger society

4.3.2. Networks of Women Representative in the Local Government
The networking is a powerful lobbying and advocacy tool and fundamental to gender mainstreaming. It is important to find allies within the government structures to collaborate on the issue of mainstreaming of gender. One of the possible allies could be the women representatives in Jamoat and Hukumat levels. These local women representatives can be very effective in promoting gender mainstreaming in governance processes. As part of the Gender Mainstreaming Strategy, it is suggested that the CP field staff should engage with local women representatives to motivate and facilitate them to form a network of women representatives of local authorities. This activity could be supported from the Local Governance Project which includes women’s empowerment   as one of the outcomes of the project.  The networks of local representatives at Jamoat and Hukumat level then can be linked horizontally and vertically at the regional and national level (4.2. GAP –11). 

4.3.3. Building Partnership with Men
It is highly strategic to build partnership with men for gender mainstreaming. Without the support of men it becomes extremely challenging for development agencies to work with local communities. Men can be won over to the cause of gender equality once the benefits of gender equality to the community, the households and to men themselves are demonstrated. It is highly beneficial if CP projects consult with male community leaders on this, and convince them to promote gender equality policy within the local communities. They need to be encouraged by the CP for the best practices in this regard. Male advocated for women (leaders, clergy and etc.) cause are a lot more in traditional societies (4.2. GAP- 8).  The approaches could be difficult in work with them although (informational contain, places and manner of distribution of information, illustrating of women-leaders, and the best practices, etc.)

Implementing Partners

Local NGOs and Communities Programme 
__________________

5 Part of this strategy has already been commenced as pilot in the framework of TRAC II project on Local Governance, Gender Component.
P A R T II
5. Gender Action Plan

4.1. Gender Action Plan for the UNDP and CP Staff

	
	Activities
	Methodology on 

How to do?
	Time-

frame


	Responsible

Parties & 

Decision makers
	Monitoring Indicators
	Cost



	1
	Inclusion of GM in the (new) ToRs of the staff of the CP. 


	a) Negotiations with  CP and Development Unit on the need to include GM in (new) ToRs.

b) To review current ToR of CP staff and include GM component in it (once they receive GM training), when the contract goes for the extension by 
c) Review of ToRs for new recruiting

d) Proposed amendment to ToRs to include gender in their job description

 
	a) Year  2009-Q 1,2

b) May – June  2009

c) and onward 

	CP Manager, LG PM Deputy, 

Gender Advisor, Area Managers
	Gender Responsibilities are clearly mentioned in the ToRs.
	

	2
	Gender performance is included in the performance evaluation forms of the staff
	Gender sensitive performance evaluation to be put in place.
	a) Year 2009 - Q1,2 
	Programme Manager, AOs Managers,  CP Admin Assistant,  & Gender Advisor
	Inclusion of gender assessment indicators in the evaluation form 
	

	3
	Engendering Procurement Procedures by demanding gender capacity  while out-sourcing training input 
	a) Discussion with project managers on the subject

b) Draft a generic/standard statement on gender capacity to be included in all tender/advertisements for training 

c) To accept it as compulsory
	Year 2009 – Q 1 and onward
	CP manager, DM LG, Area Managers & Gender Advisor 
	· # of advertisements, RFPs and RFQs by the CP, requiring gender expertise and gender approaches in the implementation, including brief gender analysis in the narrative reports 

· Circulation of the updated templates to the CP staff
	

	4
	Engaging Gender Advisor in work flow 
	a) The Gender Specialist is re-titled as Gender Advisor. The ToR is widened. 

b) The CP organigram is reviewed in terms of re-positioning the Gender Advisor (should be as cross-cutting, but not attached to one sector) after negotiations with Head of CP and Snr. CP Programme Analyst

c) Revision of the key CP related documents to GA for the review and the advice

d) Project related documents screened and approved by gender Advisor prior to sending to the Programme Development Unit.

 
	a) And 

New ToR is developed and to be published in the end of July 2008; 

b) Year 1st Q 3,4  and onward

c) Year 1st Q3,4 and onward
	Head of DU, CP , CP Deputies and 

CP Gender Adviser 
	· #  of documents sent to GS desk by the CP management staff for review and advice

· # of “engendered” procurement documents 

· # of “engendered” LFWs and project proposals
	

	5
	Instituting Accountability Mechanisms by establishing a Gender  Mainstreaming Committee
	a) Establishment of a Gender Accountability Committee (GAC) consists of senior management, CP Deputies and Gender Advisor. The Committee should be headed by the UNDP  CP Programme Manager. The Committee should meet periodically to seek progress reports from managers on gender performance of the UNDP’s programmes.

b) Establishment of accountability system which track compliance with commitments to gender equality 

c) Providing incentives/ recognition to the staff for innovation or achievements in gender mainstreaming 
	Immediately on adoption of GMS, Year 2009, Q1 -onward


	 UNDP CP Programme Manager,  GA, Heads of Programmes
	· Accountability system

· # of GAC meetings held. 

· Meetings’ Protocols and undertaken by participants obligations


	

	6
	Gender Capacity Building Plan 
	Develop a demand driven, needs based gender capacity plan for the UNDP and CP staff.

 
	Short to Long term

(training should be on-going process rather than an event)
	UNDP Gender Specialists, Local gender specialists 
	- # of Gender Training organized

-Increased gender balance in the Programme structure.

-Gender balance in the projects’ beneficiaries

 improvement in Gender performance Indicators 

(project specific indicators will be development and tracked to measure the above mentioned qualitative indicators)


	

	7
	Development of GM Tools, Checklists, Guidelines, Gender Scoreboard etc. 
	a) Preliminary developed Annexes (attached to this document)

b) Conducting needs assessment of the staff for GM tools; collecting comments to the drafted suggestions

c) Development of needs’ based GM tools
	a) Done

b) Year 2009-  Q1 and onward

c) Year 2nd, Q1,2
	Gender Advisor 
	- GM Tools

-Conduct an assessment on the use and usefulness of GM tools – through Electronic Survey
	

	8
	Establishment of Gender Support Group of CP
	a) Discuss with CP staff  the idea of GSG

b) Establish GSG 
	Year 2009 – Q1
To be discussed during retreat in early 2009
	CP staff and 

Gender Advisor
	- # of GSC

meetings held
	

	9
	Gender Mid Year Audit of the CP 
	a) In consultation with CP staff prepare the list of areas to be audited (such as budget, sex of beneficiaries, gender balance in CP structures etc.)

b) Internal Gender Audit should be conducted on yearly  basis  - i.e. baseline  and post intervention assessment  

c) External gender audit should be conducted in two to three years time
	
	CP Gender Advisor &

Gender International Consultant 


	# of monitoring visits to the AOs

# of electronic micro-surveys

Gender Audit Reports


	

	10
	Gender Audit of the Implementation of Gender Action Plan 
	Active monitoring of implementation process of GAP (annually) 


	End of Year 2nd, Q4

End of Year 3rd, Q4

Onwards annually
	Gender Advisor
	Audit Reports, where monitoring indicators to be taken from the current Action Plan
	

	11
	Hiring of Gender Expert 
	a) Provide technical support to develop GM tools, gender reviews of projects strategies.

b) Impart GM training

c) Provide GS continuous on the job training/advise and mentoring   


	Year 2009  1st Q1- Year 2010 nd Q1
	Gender Backstopper (int.)
	- GM Tools

-# of GM

Training Conducted

-Evaluation of Backstopping support.
	


4.2. Gender Action Plan for CP Projects at the Field Level
	
	Action/activities
	Methodology on 

How to do?
	Time

frame
	Responsible parties & Decision makers
	Monitoring Indicators
	Cost

	1
	Engendering of (new) TORs of project staff


	Review TORs and include gender related responsibilities. 
	Year 2009 – Q 1
	CP Manager, Administration of CP + Gender Advisor 
	Engendered TORs are in place
	

	2
	Review of TORs of community structures 

JRCs

DDCs

MLF
	a) In consultation with CP staff and LG Programme Deputy, development of gender indicators for JRCs, DDCs and MFL structures and activities

b) Introduction of the indicators during change of CP LG Strategy


	a) Year 2009- Q 1(to be discussed during retreat)

b) Year 2nd Q1,2 (upon introduction of new LG Strategy)


	LG Programme Deputy, Area Managers,

Field Staff & 

Gender Advisor
	· Gender Sensitive Indicators are in place

· Gender balance in community structures created by CP

· Gender balance among the CP beneficiaries
	

	3
	Engendering of Logical Frameworks
	Involve males and females from project areas to define appropriate gender sensitive indicators and include them in LFAs

Finalize gender sensitive indicators in consultation with GA.


	Upon conducting Gender Capacity Building trainings for the CP staff – Year 2009 Q1 and onward
	Area  Managers 

Field Staff
	-# of gender sensitive indicators in projects LFAs
	

	4


	Gender balance in JRCs and DDCs 

  
	In consultation with partners and CP staff development of an appropriate target for women’s inclusion in JRCs and DDCs


	Year 2nd  Q2 to year 2nd Q4 and onward

	Area Managers

Field staff
	# of consultations  of CP staff with the partners in CBOs

# of men and women in JRCs and DDCs.
	

	5
	33% women in Management Committees


	Foster dialogue with members for improved representation of women within JRCs and DDCs structures.


	Year 2nd Q2 to Year 2nd Q 2 and onward

	Field staff
	- # of women in management Committees
	

	6
	Facilitation the process of involving more active women during JRCs elections by organizing meetings and dialogues 


	a) Inclusion of certain percentage of workload time of the Heads of CBOs for mentoring women-members of CBOs

b) Initiate a dialogue with JRCs members on the idea of rotational leadership of JRCs.

c) Select pilot JRCs


	a) Year 2009  Q2- onward

b) Year 2009 -onward

c) Year 2009-onward
	LG programme Deputy, 

Area Managers

Field staff under agreement with head of CP


	- # of JRCs headed by women
	

	7
	Establishment of Women Leader Groups (WLG)
	a) This is already a part of TRAC II project, gender Component, and must be a part of the projects in the future CP projects, related to human development and capacity building. 
b) Identification of active women from local communities

c) Establishment of women leader groups

d) Capacity building of WLGs
	Started in 10 pilot Jamoats, to be continued till 2011
	Area Managers

Field staff

Gender Advisor
	- # of Women Leaders Groups

-# of activities conducted by WLGs.

-# of capacity building training organized for WLGs

- Impact assessment of WLGS on issues of gender equality.
	

	8


	Establishment of Male Gender Support Groups (MGSGs)in local communities 
	a) Initiate a discussion with male members of local communities in general and with male elder in particular to form male gender support groups

b) Identify male allies 

c) Establish MGSGs

d) Capacity building of MGSGs


	Year 2nd Q1 to Year 3rd

(partly started with the project Empowering Rural Women under TRAC II for 10 pilot Jamoats)


	Area Managers

Field staff
	- # of male gender support groups

- # of activities undertaken by MGSGs.

- # of capacity support initiatives with MGSGs.

- Impact Assessment of MGSGs in terms of  advocating and promoting

gender equality among their communities  
	

	9
	Gender balance in micro-credit borrowers (50/50)


	- Clear instruction and targets to MLF management and staff to achieve gender parity in loan disbursement 


	Year 2nd, Q1 through Q4
	MLF

Field Staff (after the related gender capacity trainings)
	- # of women borrowers

- % of total amount allocated for micro-loan to  women borrowers
	

	10
	Writing of Gender Capacity Building  Plan for Community Partners
JRCs, DDCs, MFL

NGOs, 


	Development of capacity building plan to tailor to the specific needs of each category of community structures and organizations.
	Included as part of this Strategy.

Trainings are planned in 2010
	Area Managers, Field Staff, GS
	- # of gender capacity support training organized for each community based structure of the CP  

- # of men and women participants in these training
	

	11
	Network of Women Local Representatives (Hukumat female employees)
	a) Consultative meetings with Local Government Representatives

b) Consultative meeting with Committee on Women and Family Affair

c) Planning meeting to outline the objective and structure of the Network 

d) Gender capacity building of the Network
	Year 2nd Q2 onward
	LG Deputy, Area Managers, Field Staff, Local Hukumat, Jamoat, and Committee on Women and Family Affairs with consultation of Gender Advisor and upon receipt of basis gender capacity building training for CP Staff
	- # of local representatives who took the membership of the Network

- Election of the Network at Jamoat, District and National level

- # of activities organized by the Network 
	

	12
	Implementation of Gender Capacity Building Plan for Partners
	Contracting out gender training (see 4.3 for details)


	Medium term
	Areas Managers, GS
	Presence of the Plan
	

	13
	Hiring Gender Advisor for the CP with new ToR and level of the position
	a) ToR prepared

b) Announcement published

c) Annual salary to be paid
	Year 1st Q3

Year 1st Q3

onward
	LG Deputy, Head of CP, development Unit, DRR
	Gender Advisor hired
	

	
	
	
	
	
	TOTAL COST OF GMS:
	


4.3. Gender Action Plan for the CP Government Partners and implementing local partners

	S.No


	Action/activities
	Methodology on

How to do?
	Time

frame
	Responsible parties
	Monitoring Indicators
	Cost

	1
	Gender Capacity Support for the following government partners: 

· Strategic Research Center (SRC)

· Institute for the Training of Civil Servants 

· National Association of Political Scientists

· National Association of Dehkan Farms

· Committee on Women and Family Affairs

· Centers for Reproductive Health

· Micro Loan Fund (MLFs)

· Local NGOs- regular CP partners


	a) Finalization of gender training programs tailored to the specific needs of each partner.

b) Commission gender training to those who have similar approach to gender as mentioned in the gender mainstreaming strategy of the CP.

c) Implement capacity support plan for each partner

· Gender Sensitization Training (2 days)

· Gender Mainstreaming Training (2-3 days)

· Gender Based Violence (1 day)

· Gender Indicators and gender disaggregated data (2 days) 


	Year 2nd Q3,4
	Gender Advisor, ED and LG Deputies
	- # of training conducted for each CP partner in the GoT.


	


� The United Nations Economic and Social Council, 1997. 


� For full information on the main achievements, gaps and goals in gender policy of the CP please refer to the Report of Int. Gender Expert and CP Gender Specialist, and the Assessment Report of CP Gender Specialist.


�. This was Cited in Gender Action Plan of UNDP, 2006-2007


� GAP- Gender Action Plan


�For information on how to implement these recommendations, please refer to Gender Action Plans in Gender Mainstreaming Strategy of Communities Program.  
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